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Abstract 
This paper has the objective to testify to the presence of a comprehensive talent strategy in a talent management crisis model that 
can effectively inculcate loyalty and sustainable performance, particularly among the younger employees of the banking sector in 
Malaysia. To be concern over their career development and in turn for the employees to be concern over the health and wealth of 
the company is the primary motive to propose the above model. The examination involves mediating talent management program 
(TMP: dimensions in favour of employees) with employee value proposition (EVP: dimensions in favour of company), in which 
the end result is to seek retention of employability. On the interrelationships results, there has been a significant positive 
relationship between TMP and EVP for Malaysian banks. Moreover, TMP was found to be a significant predictor of EVP.  This 
implies that TMP is a vital creativity of human skill that can facilitate EVP for employees of the banks. TMP will predispose 
bank employees to have an effective EVP. This effectively avoids the intention to leave and continued dissatisfaction; hence 
reducing the rising turnover among professionals and talented young bankers. Additionally, by proposing and developing a 
Talent Management Crisis Model, the Malaysian banking industry is able to manage well against the risks brought about by the 
intention to leave and/or continued dissatisfaction for not having the ability to exit the work place early. In this way, not only will 
the status symbol of banks’ employees continue to leap and sustain, this will also lead to a balanced emotional and work-life for 
them amid competition and rapid changes in the environment and technology.   
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1. Introduction    
Generally, talent management in human resource planning involves the process of identifying, selecting, 
developing and retaining talented employees in organisations. According to Blass (2007), talent management 
involves retaining people in the organization who are talented. As businesses today have to be integrated globally, 
talent should serve as a powerful source of competitive advantage.  However, many big organisations focus on 
recruiting and developing their talented employees with little emphasis on retaining them, as documented by the 
Malaysia Productivity Corporation (2009). Moreover, due to acute shortage of banking talents (Taing, 2010), talent 
system requires investment in intangible assets (Zeti, 2008). There has been a rise in turnover among young bankers 
in Malaysia (Hussian, 2013). Hence, it is timely for Malaysian banks to have their own talent programs, as proposed 
by Syed et.al (2012).  
Interestingly , in order to effectively recruit and retain scarce labor, an organization needs to create and 
perpetually refine employee value proposition, as suggested by Morton (2005) and supported by Hussian et.al 
(2012), that is, the one related to intention to leave among Malaysian young bankers. Based on these justifications, 
the researchers have examined the level of employee value proposition in relation to talented people in the 
Malaysian banking sector.  For the talented staff, the Malaysian banks will have to emphasise on human resource 
planning, from recruiting to retaining banking talents (Dewi et al., 2014). To support the need for talent management 
crisis model and value proposition in the Malaysian banking sector, the aim of this paper is to examine the impact of 
talent management programs on employee value proposition or intention to leave in Malaysian banking system. The 
researchers are motivated to propose and develop talent management crisis model as this can serve as strategic 
human resource planning that has business values of identifying, recruiting, developing and retaining banking talents 
(Dewi, 2013). The ultimate motive is to reduce their intention to leave as supported by Hussian et al. (2012). In this 
way, their status symbol will always be maintained. This is important as the sense of belonging as talented 
employees is undoubtedly a status symbol in commercial and urban environments.  
2. Main objective and hypotheses of the study 
The general objective of this study is to examine the relationship between Talent Management Program and 
Employee Value Proposition. The specific objective is to testify that the proposed Talent Management Crisis Model 
can reduce turnover rates among young bankers in Malaysia. These are hypothesised in the following two 
hypotheses: 
H1: There is a positive relationship between Talent Management Program and Employee Value   
       Proposition.  
H2: Talent Management Program is mediated by Employee Value Proposition. 
3. Literature review 
In response to the organization unique business and the human capital context, the above two hypotheses are 
based on a study by D’Annunzio-Green et al. (2008) which involved ensuring banking employees with opportunities 
to develop their talents.  In addition, talent management program needs to have strategic integration with the vision 
and mission of the organization; hence there will be a set of talent management activities. Moreover, talent 
development has to be practiced at all levels of management (Malaysia Productivity Centre, 2009) as talent 
development is also considered a business strategy (Ong, 2009). For the Malaysian banking sector, the need to have 
an integrated talent program is timely (Syed et.al, 2012) as investment in intangible asset is also needed for growth 
amid changes in the general and banking environments.           
In fact, a technical report by McKinsey (2008) suggested that in the next 20 years or so, the important Malaysian 
corporate exercises will be talent, including banking talents. For the Malaysian banks, (Dewi et al., 2014) suggested 
that as demand goes up and supply of talent goes down, more and more Malaysian banks have realised the 
importance of talent strategy for continued growth and profits. This is in relation to the acute shortage of banking 
talent in Malaysia as revealed by Taing (2010). In fact, Suffian (2009) discovered that the higher is credit risk, the 
higher is loan exposure that leads to lower profitability for Malaysian. This will lead to higher supervision in the 
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Malaysian banking system that may lower the profitability of commercial banks. Therefore, these statements support 
on the need to have Talent Crisis Management Model for quality and sustainable banking talents in Malaysia.  
Michaels, Handfield-Jones and Axelrod (2001) postulated that talented people will work hard to fulfil their 
needs; otherwise they will be inclined to leave the organization. On the same note as intention to leave, Hussain et 
al. (2013) found that young bankers in Malaysia are constantly having intention to leave due to lack of integrated 
talent programs and less attractive salary packages for them. They propose that Malaysian banks need to have an 
integrated talent program with attractive employment packages to reduce the number of young bankers to leave their 
respective banks. In fact, Asia Pacific Global Data Regional Practice Leader of Towers Watson (2013) documented 
that Malaysian financial services industry has recorded a significant increase in turnover rates from 7.4% in 2012 to 
13.3% in 2013. With this alarming rising turnover rate, the survey also reported that Malaysian banks are taking 
concerted efforts to improve their Talent Management Program (TMP) and Employee Value Proposition (EVP).  
These should be seen as a business strategy, which is to attract, develop and retain top banking talents by offering 
talented employees with higher salaries and better promotions.      
Moving forward, Talent Management Program thus forms a powerful and strategic framework for understanding 
why employees differ in their effectiveness in banking industry as documented in sequence by O’Donnell in 2002, 
Heckman in 2006 and Boudreau & Ramstad in 2007 and recently by Dewi (2013). In fact, Dewi (2013) strongly 
proposed that Malaysian banking institutions need to build rather than buy talents in this era of competitive and 
changing global banking environments. These remarks are justifiable as the main aim of talent strategy is to identify 
the people in the organization who have more talent than others, then to develop these people so that they become 
more experienced and competent, and ultimately to retain them to be able to play a greater part in the success of the 
organization. With these concerted efforts, Malaysian banks will have the ability to identify, recruit, develop and 
retain their talented employees. By doing this effectively, Malaysian banks are able to provide quality life for the 
employees who are living in urban and commercial environments. 
4. Research framework and methodology 
The research framework of the study comprises talent management program (TMP) as the independent variable 
and employee value proposition (EVP) as the mediating variable. The TMP consists of five dimensions; namely 
talent acquisition, competency management, leadership development, succession planning, and performance 
management. For EVP, the four dimensions are EVP task, EVP contextual, EVP assignment specific, and EVP 
sustainability. It is interesting to note that EVP as a mediating variable is expected to mediate the talent management 
program or TMP. In the Malaysian banking sector, EVP is required for improvements to attract young banking 
talents, such as attractive remuneration packages (Hussian et al., 2013), and EVP is able to promote faster growth 
opportunities (Towers Watson, 2013). 
Concerning the data, the population size of the study comprised 1413 bank employees in the Malaysian banking 
sector, which involved Commercial Banks, Development Financial Institutions, and Islamic Banks.  82 
questionnaires were mailed to 1414 respondents with a return of 342 responses. For the data analysis, the study 
employed the Structural Equation Modelling (SEM) for testing the direct and mediating effects, followed by 
Confirmatory Factor Analysis (CFA) to test for reliability and validity. After the data from the questionnaires were 
collected, a running number was assigned to each individual respondent as it functions as an identification code for 
each respondent. This process is essential for the purpose of checking their responses if there is a problem with the 
quality and validity of data. The Statistical Package for the Social Sciences (SPSS) 17.0 program was being applied. 
5. Results and discussion 
For the constructs of talent management program (TMP) and employee value proposition (EVP), by definition of 
significance for regression weight, the probability of getting a critical ratio as large as 11.389 in absolute indicates 
that the p-value is <0.0001. This indicates that the regression weight for TMP in the prediction of EVP is 
significantly different from zero at the 0.05 level (two-tailed test). Additionally, by definition of significance for 
regression weight, the probability of getting a critical ratio as large as 3.023 in absolute figure, indicating a  p-value 
that is <0.0001. This means that Talent Management Program (TMP) mediates the intention to leave among the 
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banking staff.  The intention to leave triggers the acute shortage of Malaysian banking talents leaving rising turnover 
rates among young bankers. Therefore, the two variables, i.e., Talent Management Program (TMP) and Employee 
Value Proposition (EVP) have significant relationships, which imply that convergent validity is achieved. 
Results of hypotheses are discussed below: 
For Hypothesis H1, there is a positive relationship between talent management program (TMP) and employee 
value proposition (EVP). 
For Hypothesis H2, the presence of Talent Management Program (TMP) is mediated by Employee Value 
Proposition (EVP). 
 
As a theoretical premise, Lacobucci (2008) posits that a mediating variable is an indicative measure of the 
process in which an independent variable has an impact on a dependent variable. Moreover, the study needs to 
assess the extent to which the effect of the independent variables on the dependent variables is direct or indirect via 
the mediator. The findings of this study suggest that by improving the human resource in TMP’s dimension (i.e., 
talent acquisition, competency management, succession planning, leadership development, and performance 
management), this will subsequently improve all three dimensions of EVP, which are contextual, assignment 
specific, task, and sustainability of EVP. As such, this significant relationship shows the need of having talent 
management crisis model that represents employees’ loyalty to be instituted in the Malaysian banking sector. In 
addition, improving on the talent acquisition, competency management, succession planning, leadership 
development and performance management as dimension of TMP will help banks’ employees to attain quality 
experience, specifically on the contextual, assignment-specific, task and sustainability of EVP. This suggests that 
employees need to be involved in integrated talent programs. Therefore, the process of identifying, selecting, 
developing and retaining their talents at Malaysian banks provides them with quality of life for living in commercial 
environments. 
With the proposed Talent Management Crisis Model, the principal findings support the need for Malaysian banks 
to focus on talent strategy. This was documented by McKinsey (2008) as talent is in fact investment in intangible 
assets (Zeti, 2008). By having an integrated talent development program (Syed et al., 2012), Malaysian banks will 
be able to manage well on the acute shortage of banking talents (Taing, 2010), thus reducing the significant rising 
turnover in the Malaysian financial services industry (Towers Watson, 20113), notably intension to leave among 
young bankers (Hussian, 2013). If talent management crisis model is in practice, Malaysian banks will be to retain 
their talented young bankers as this contributes to growing profits (Suffian, 2009). Subsequently, they will enjoy 
quality of life living in changing banking environments.   
6. Concluding remarks 
The Talent Management Program (TMP) variable was found to be a significant predictor of employee value 
proposition (EVP). This implies that TMP is a vital creativity of human skill that can facilitate EVP for the 
employees of Malaysian banks.  The fact that EVP in this model has mediated partially with TMP indicates that 
TMP will predispose bank employees in Malaysian banks to have an effective EVP, which can avoid them to have 
the intention to leave;  hence reducing the rising turnover among professionals and talented young bankers. 
Moreover, by proposing and developing Talent Management Crisis Model, the Malaysian banking industry could 
manage well against the risks brought about by the intention to leave and/or continued dissatisfaction for not having 
the ability to exit the work place early. In this way, not only will the status symbol of banks’ employees continue to 
leap and sustain, this will also lead to a balanced emotional and work-life for them amid competitive and rapid 
changing environment and technology.    
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